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Abstract  
This paper considers employers e to young 
 career development and employability in Cross River State, Nigeria. Subjects were 210 employers (112 males and 98 
females), with varying years of working experience. These were drawn from 66 public and private work settings in the State. The 
subjects were required to specify and rate those personal traits they consider important with regard to enhancing 
career development and employability within the context of increasingly complex and rapidly changing workplace. Actual 
numbers and percentages were used to present results. Findings indicated that: continuous learning, networking, teamwork, 
persistence, planfulness, risk-taking, optimism, and flexibility were most popular qualities considered by subjects. However, 
goal-orientation, continuous learning and responsiveness were rated highest in terms of their relative importance. Counselling 
implications were discussed. 
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Background 
In recent times, one of the most salient criticisms on traditional career development theories is that they are ill-
-changing workplace (Mitchell & 
Crumboltz, 1996; Asuquo, 2007). Career development theories have traditionally focused on matching people to 
occupations. It was assumed that once individuals have reasonable access to information coupled with good 
guidance, they will make good career decisions. Prevailing wisdom then held that career workers
individuals living in a complex world choose occupational goals and facilitate their plan to actualize them. The 21st
century environment however, is such that people live and work in an unprecedented changing times (Hall& Moss, 
1998). Current realities characterized by pervasive poverty and unemployment therefore, do not seem to support 
these assumptions. Today, people tend to take what is available and not necessarily what they desire or what they 
prepared for (Neault, 2005). Thus, rather than choose jobs, jobs choose people.  
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The man-occupation match as projected by the traditional theories provides for one general direction. This mono-
directional tendency ignores the exigencies of rapid change requiring adaptation, whereby employees would require 
help to identify skills and competencies that keep them relevant and employable now and in the future. Moreover, in 
-lines and 
employers continue to face the challenge of attracting, developing and retaining best employees (Baxter, 2000). The 
ve underscored current realities. This newer, more planful, encompassing 
and purposeful conception of career development has birthed new theories (e.g. planned happenstance), which tend 
to emphasize certain specific individual characteristics as foundational in preparing people to live and work in 
educational system has always been to facilitate the production of the critical pool of manpower the society requires 
for economic growth, is accordingly being called upon to be sensitive to and reflect these dynamics. This has been 
reinforced by the notion that a major cause of unemployment in Nigeria is the improper and inadequate career 
guidance offered to young people (Onyemerekeya,1999; Asuquo, 2007). Be that as it may, the investigation of these 
foundational demographic variables that shape the current perspective of career development has not been a focus of 
local social science or psychological research. Hence, there is little or no reflection of such in career-related 
literature in Nigeria. And despite the fact that overall local research on the career development of young people has 
grown exponentially in the last two decades, there has been little attention paid to these foundational personal 
constructs or underlying change management and adaptation characteristics of career development. 
of unprecedented organizational change by several foreign researchers who suggest that this factor has been 
neglected by traditional theories of career development. For instance, Gellatt (1991) has emphasized the need to 
approach career development today wit  247) interpreted 
-span, life-
environment, is like trying to hit a 
impact of serendipity (i.e. the limited degree to which workers have control over their own career experiences and 
satisfaction and organizations have control over the work environment that they provide) on career development in 
times like this when there is a rapid and unprecedented  organizational change (Corporate Council on Education, 
1992; Business Council of British Columbia, 1999; Krumboltz, 1998; Watts, 1996; Williams, Soeprapto, Like, 
Touradji, Hess, & Hill, 1998). The major recurring themes in the career literature continue to emphasize behavioural 
strategies and personal attributes to help individuals and organizations better cope with tumultuous change. In the 
-changing workplace, people need the skills and competencies to ensure 
 to underlie the new planned 
happenstance theory. This theory has been built on the notion that individuals can to some extent create their own 
luck and according to its authors, a number of individual qualities predisposed individuals to such luck-readiness. 
These include planfulness and goal-orientation, curiosity (actively searching while looking for new learning 
opportunities), persistence, flexible, optimistic, and preparedness to take risk. Other core behavioural attributes that 
have been identified as important by happenstance theory are: networking, financial management and work-life-
balance. Armed with these qualities, individuals would be better equipped not only to seize the opportunities that by 
chance may have come their ways but also to be able to both create and capitalize on chance events-transforming 
serendipity or happenstance into career opportunities. These new ways of understanding individual cognitive, 
affective and psychomotor development within the change management and adaptation context as provided by the 
happenstance theory have implication for explaining current career behaviour and experience (Eccles,1999). In 
particular, the several personal attributes identified as potentially helpful in managing careers in the chaotic world of 
work offers a solid foundation on which research in the area of understanding behaviour of people living and 
working in these times of unprecedented change has been generated.  
In this information age, where knowledge drives the world, enrichment and nourishment of the mind is required 
1494   P.N. Asuquo and Anthonia E. Inaja /  Procedia - Social and Behavioral Sciences  84 ( 2013 )  1492 – 1499 
underscores the need for a strong commitment to continuous learning and skill development involving on-going 
self-
,1997; Hill, 1998; Kaye, 1997; Kidd, 1998; Moses, 1995, 1999;Porter, Porter & Burnnett, 1998). Continuous 
learning enables workers to think critically, deal with complex electronic technologies, communicate intelligently 
with people around the globe and learn new skills throughout their working lives. Persistence is another personal 
quality highlighted in the literature as cherished by the business community (Champy & Nohria, 2000; Posen, 
1998). The same also applies to optimism which is valued as an attribute that contributes to individual career 
success (Seligman, 1990). In their different studies, Hakim, (1994) and Posen (1998) demonstrated how many 
employees limited their career potential by their inability or unwillingness to take risks. Research has supported the 
recognition of Planfulness by corporate managers as critical to long term success of their organizations (Wack,1985; 
Kaye,1997, Moses, 1995). The importance of financial planning and money management has also been emphasized 
as crucial in career development. While some (e.g. Moses, 1999) stressed the need for financial preparedness to face 
the intermittent nature of work in the future and the financial flexibility to pursue arising opportunities, others (Joo 
& Grable, 2000) have stressed the need to establish links between personal financial problems and employee 
productivity. Achieving balance between work and other life roles has also taken new meaning in career 
development (Moses,1999). Other literature have identified career goal orientation (Simonson, 1997; Moses, 1999), 
networking, teamwork, self-marketing, adaptability and flexibility (Neault, 2005) as being critical success factors in 
career development and employability.                                      
 
Problem and rationale 
 
 
workplace is the issue of change management and adaptation. Emerging theories like planned happenstance seeking 
to explain career behaviour in the rapidly changing workplace present personal traits as foundational in career 
development and employability. The combination of these specific personal attributes, attitudes and strategies like 
lifelong learning, alertness to opportunities, flexibility, optimism, persistence, risk-taking, planfulness, financial 
management, work-life-balance, networking, teamwork and self-marketing are all theorized to foster career 
development and employability. Globally, there has been limited interface between theorists in the fields of career 
development and practitioners or the users of the products of their counselling efforts. This perhaps account for the 
relative under-representation of the issue involved as indicated by existence of relatively little research testing the 
validity of these theoretical claims. However, as there is an increasing call on career counsellors to assist young 
people adjust to the dynamics of current changes, as young people themselves often experience career decision-
making difficulties occasioned by rapid changes and as employers of labour continue to stress on and recognize the 
benefit of specific personal qualities from their employees, all the groups need a clear understanding of what the 
issue is and how to pursue it. Moreover, while this theoretical trend has comparatively generated some research 
interest among scholars elsewhere, little or nothing has been reported locally (Simonson, 1997; Moses, 1999, 
Neault, 2005, Onyemerekeya,1999; Asuquo, 2007). In other words, in contrast to extensive research focusing on 
these personal variables, it is yet to receive a wide-spread impetus in the Nigerian vocational literature. Research is 
therefore, required first of all to enhance current understanding of career development and secondly, to determine 
of the personal attributes, career attitudes and behavior strategies that theorists and practitioners suggest to form the 
basis of good career development and employability in the face of dynamic changing trends in the workplace. It 
attempts to explore the existence and importance of these personal characteristics in fostering career development 
and employability among young people and to provide empirical data from the perspective of employers of labour.       
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Methodology 
 
Participants and procedures 
Participation in the study was voluntary using various methods like notices and face to face presentation for 
recruitment. Those recruited were among the top management cadre from both the public and private sector 
organizations. Of the 410 copies of questionnaire that were distributed 210 (51.2%) were completed and returned. 
The 210 Participants comprised (112 males and 98 females), with varying years of working experience, from 66 
work settings in Cross River State, Nigeria.  
A questionnaire - Personal attributes, career attitudes and strategies questionnaire (PACASQ) designed by the 
researcher was used to collect data for this study. The questionnaire had two sections. In the first section, 
participants were asked to supply information on place of work, age, sex, qualifications and years of experience in 
the senior management position. In the second section of the questionnaire participants were required to specify and 
rate attitudes/attributes/strategies they considered would promote sustainable career development and increase 
employability of young people in the changing workplace. A reliability index of .74 - .81 was obtained for the 
questionnaire using the test-retest method. 
Frequencies, percentages and ranking were used to present and describe the result. The frequency for each type of 
response was determined and further converted to percentage to indicate the relative proportion of participants that 
choose particular attributes/ attitudes / strategies. It was also used to rank order the responses to show the relative 
importance of a particular characteristic. Based on this, a frequency table was prepared for the data, as shown on 
table 1 below  
 
Results 
 
ng sustainable career development and 
employability of young people    NO:210 
 
S/N Individual Attribute Description           Agree       
NO                      %                 
      Disagree        NO   
%                                     
Rank 
1 Continuous learning 179                    85 31                 15 2nd  
2 Planfulness 189                     90 21                  10 4th  
3 Optimism 137                     65 73                  35 11th  
4 Persistence 160                     76 50                  24 6th  
5 Risk-taking 180                     86 30                   14 10th  
6 Flexibility 144                      69 66                   31 9th  
7 Networking 164                      78 46                   21              5th  
8 Teamwork 132                      63 78                    37 7th  
9 Work-life-balance   50                      24 160                  76 8th  
10 Goal-orientation 196                      93 14                      7 1st  
11 Financial management 30                        14 180                186 12th  
12 Career responsiveness or adaptation 44                         21 166                  79 3rd  
 
Table 1 shows that employers who participated in this study were more favourably disposed to the following 
attributes as being effective in enhancing career development and employability of young people: continuous 
learning (85%), networking (78%), teamwork (63%), persistence (76%), planfulness (90%), risk-taking (86%), 
optimism (65%), goal-orientation (93%) and flexibility (69%). Work-life balance (24%), responsiveness (21%) and 
financial management (14%) were, however, less popular with this category of employers. In rank-ordering the 
relative importance of these attributes as rated by the sampled employers, goal-orientation came first, followed by 
continuous learning, then responsiveness, planfulness, networking, persistence, teamwork, work-life balance, 
flexibility, risk-taking, optimism and financial management in that order. Interpretation of the results highlights the 
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significance of personal attributes that young people require for sustainable career development and employability. 
These attributes are as presented on the table above. Each of them is discussed to reveal the career development 
import embedded within them.    
 
 
 
 
Discussion  
 
expectations who seek to recruit and retain the talent their organizations require to sustain a competitive edge as well 
as ensure productivity through a kin and highly motivated workforce which possesses the right skill mix to perform 
required tasks (Orpen, 1994; Cole-Gomoloski, 1998; Griffith, 1998; Hayas, 1999; Young, 1999).  It therefore 
means, in times of rapid change as being currently experienced, individuals who are pre-dispositionally oriented to 
possess these personal traits, will remain highly sort after and employable at all times. These attributes play a 
potentials, skills and competencies to grow as well as respond positively to the exigencies of the changing 
environment. In other words, when a person possesses these qualities, he or she tends to be more determined and 
looks for ways to succeed and become more mastery-oriented even in the face of difficulties (Dweck & Soriech, 
1999). The convergence of opinions of most employers in support of the theoretical position on these personal 
qualities as clearly demonstrated by the results of this study obviously underscore the need for promotion of career 
development and employability built around them. 
Continuous learning as a significant trait requirement was among the personal qualities that were most popular 
among employers in the sample in this study. It was also rated highly as it came second among the listed 
behavioural strategies. It seems likely, from the results that individuals who are committed to continuous learning 
are not only lifelong learners who are curious, self-assessing and obtaining realistic feedbacks from others but also 
willing to constantly benchmark their skills, anticipate upcoming skills demands as well as be alert to new learning 
opportunities to make up and keep them current (Kaye, 1997; Moses, 1999; Simonson, 1997). 
Planfulness was reported by 90% of the subjects as being a critical behavioural quality requirement in work 
environment and rated was fourth of the twelve listed traits in terms of its relative importance and relevance. 
Corporate managers have long recognized how critical planning is to the success of their organizations hence they 
have advocated the use of scenario planning to assist both individuals and corporate organizations to cope with 
tumultuous change (Watt, 1996; Neault, 2005). Planfulness also ensures choosing the right course, pausing to 
appraise, considering alternative paths and refocusing when the need arises and tallies with Gottfredson (1996) who 
found that dissatisfied employees were more likely to be engaged in an active career search. 
Optimism was reported by sixty five percent of the respondents as a significant factor for employability and 
career development. It assumed eleventh position when it was rated in terms of relative importance to the other 
listed traits. Optimism is a cherished quality in that it is believed to contribute to career success and employability 
(Champy & Nohria, 2000; Posen, 1998). It is a behaviour strategy that makes an individual forward looking, an 
inner strength that propels a person to forge ahead, hope for the best and see possibilities when others get 
discouraged, distracted, diverted or even obstructed especially in the face of difficulties (Dweck & Soriech, 1999). 
Persistence is another listed trait that was popular with the respondents. It had seventy six percent of the subjects 
indicating it as such and rating it sixth in terms of relative importance and relevance. This trait as earlier indicated in 
the literature is highlighted in planned happenstance theory and valued by the business community (Champy & 
Nohria, 2000; Posen, 1998). These authors along with Seligman (1998) believe that optimism can be acquired via 
learning 
Risk-taking is another valued attribute was highlighted by eighty percent of the subjects and rated tenth in terms 
of relative importance and relevance. It is foundational in the planned happenstance theory and cherished by 
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corporate organizations (Hakim, 1994; Posen, 1998). Hakim even presented several examples of people who could 
not actualize fully or limited their career potentials due to their inability, lack or unwillingness to take risk. 
Flexibility in the current study was a popular trait among the participants as indicated by sixty nine percent of 
them. It was also rated ninth in terms of relative importance and relevance. This trait is at the centre of an 
 
Networking as personal trait has seventy eight percent of the sampled employers endorsing it as significant factor 
in employability and career development. In terms of relevance and relative importance, it was rated fifth out of the 
listed traits. It entails connecting opportunities and with others and self-marketing. 
Teamwork was rated highly by respondents in this study with sixty three percent of the sampled group endorsing 
it. However, in terms of relative importance and relevance, it was rated seventh among the listed traits. It means 
working cooperatively and feeling of a sense of camaraderie with co-workers which is held in very high regard by 
corporate organization (Posen, 1998; Neault, 2005).  
Goal-orientation was the most popular among the participants in the study with the highest percentage rating of 
ninety three while it took the first position in relative importance and relevance rating. Goal-orientation is a personal 
characteristic that has been documented well in previous research as a significant factor (Watt, 1996; Posen, 1998; 
Champy & Nohria, 2000; Neault, 2005). As a behavioural strategy, attitude or attribute, it is a recurring theme in 
career literature and presented as an integral to career development and employability. 
Work-life-balance was however not very popular with participants in this study. It was rated eighth in of terms 
relative importance and relevance. The ability to balance work with other significant life roles is seen as being 
significant in career development and employability (Krumboltz, 1999) and has also emerged as topical in career 
management literature (Moses, 1995, 1999; DeVoe, 1998).  
Financial management was the least popular among the participants in the study. It was also rated last as it took 
the twelfth position in the listed traits with regards to relative importance and relevance. Financial and money 
management have assumed some significance in career literature lately as integral to career development and 
employability. While some researchers stress the need to be financially prepared for periods of unemployment 
between jobs and the financial strength to pursue opportunities as the need arises, others try to establish link 
between personal financial problem and employee productivity (Moses, 1995, 1999; Grable, 2000). Commenting on 
the intermittent nature of the current work envir
 
Career responsiveness or adaptation was rated third in terms of relative importance and relevance though not 
very pop
other personal variables are held very highly in the corporate world (Corporate Council on Education, 1992; 
Business Council of British Columbia, 1999; Neault, 2005).  
  
Conclusion and Counselling Implications 
 
attitudes and strategies that enhance career development and employability. Particularly interesting are the attributes 
that have been highlighted in the study which add new dimensions to the commonly accepted traits of abilities, 
interests and work values in the traditional conception of career development. The findings also support emerging 
theories like planned happenstance which suggest the incorporation of these constructs into career development and 
employability practices. The inclusion of these variables drawn from theory and the growing body of career 
development literature have empirical support for inclusions in career programmes and services as well as serve to 
enable one more fully understand and appreciate the dynamic nature of career choices in the twenty first century 
environment. Finally, the findings of the current study suggest that individuals who possess a combination of these 
attributes will always find jobs both in the public and private sector. They will also be successful and satisfied with 
their career desires ultimately. 
The importance of counselling for individual and career development has long been recognized and emphasized 
by both counselling theorists and practitioners alike (Olayinka, 1972; Denga, 1986, Nwamou, 1986). This implies 
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that practising counsellors should reorder the focus of their career development activities to reflect the realities of 
the tumultuous changing circumstances of the twenty first century environment and also to incorporate the 
propositions of the emerging theories of this era. Practically, therefore, when counselling or coaching individuals, it 
might be appropriate for counsellors to clarify their career goals to embody the combination of behavioural 
attributes, attitudes and strategies as highlighted by this study required for equipping their clients to thrive in the 
new millennium. It might also be helpful for employers of labour to introduce career development enhancing 
programmes and services built around the salient personal attributes indicated in this study for clients and young 
employees in order to raise productive capacities. Particularly, employers of labour should encourage employees to 
actively be involved in programmes deemed useful for effective development of their careers. Due to the 
exploratory nature of this initial study, no effort was made to ensure that participation was random or even 
representative. Future research might need to ensure remediation of this weakness and the utilization of stronger 
measures and more rigorous statistics for analysis as well as incorporate or focus on interpersonal variables such as 
management styles and contextual variables such as personal crises like ill-health, death and so on. The limitations 
notwithstanding, this study offers a beginning to ones understanding of career development in the changing world of 
work. 
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